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Women in Elite Pools and Elite Positions 
Women are underrepresented in elite positions in government, industry 
and academia relative to their representation in the labor force. This paper 
uses characteristic education, occupation and job experience credentials of 
current elites in American institutions to approximate the proportion of women 
in the pool of potential elites. Women's representation in elite positions is 
broadly consistent with their representation in these elite pools, and their 
status in elite pools will not increase substantially until early next 
century. 
Women in Elite Pools and Elite Positions 
Women have become increasingly integrated into the economic and 
political arenas in the United States. A quarter century after the passage of 
the Civil Rights Act, the proportion of women in traditionally male 
occupations and professional degree programs has grown to levels never before 
attained. Yet, women have not made similar large strides in attaining the top 
positions in corporate, academic, and government institutions. An obvious 
question is whether women will be permanently underrepresented in elite 
positions in the United States or whether women will be expected to make gains 
in elite status similar to gains made in other nontraditional arenas. 
One approach to answering this question is to analyze the prototypical 
paths by which individuals have attained these elite positions in the past. 
Assuming that a recruitment pattern to the top can be discerned, it should be 
possible to determine the "credentials" for entry into the ranks of the elite. 
Barring any dramatic changes in these requisite qualifications, it should also 
be possible to determine the number of individuals in society who are in an 
"elite eligibility pool"; i.e., those who are acquiring the credentials which 
may qualify them for a future elite position. Of particular interest to this 
study is the identification of elite credentials which may have served to 
exclude women from elite positions in the past. 
This study investigates the status of women in elite positions in 
industry, government and academia in the United States relative to women's 
status in the pool of potential elites. This task is complicated by the fact 
that there is no single variable which measures status in an elite pool. Our 
strategy was to select several different criteria based upon information 
available on the backgrounds of individuals currently holding elite positions, 
relative to the population at large. We then created empirical measures of 
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elite pools by identifying the group of individuals whose qualifications match 
those of individuals holding elite positions. The characteristics we 
identified included educational attainment, labor force experience and 
occupational background. Census data were used to approximate the number of 
men and women in the population who held these credentials. We found a large 
degree of consistency between women's proportional elite status and their 
proportional representation in these elite pools. We then use the timing of 
movements in women's relative position in elite pools to forecast when women 
would be expected to increase their attainment of elite positions in American 
institutions. 
The Representation of Women in Elite Positions 
Elite positions are the top administrative and policymaking offices in 
major economic and political institutions. In all of these institutions, the 
weight of the evidence clearly shows that elite positions are 
disproportionately male. In corporations, women held three of the chief 
executive positions in Forbes magazine's listing of the top 800 corporations 
in the United States. 1 Women represented less than two percent of the names 
listed in Standard and Poor's Register of Corporations. Directors. and 
Executives as of 1981, although women have represented about four percent of 
new appointments to those positions. 2 A survey by recruiter Heidrick and 
Struggles found that women represented about five percent of the director's 
chairs at major corporations in 1987. 3 Women represent five percent of 
top-level accountants (against 46 percent of entry-level accountants), nine 
percent of top-level attorneys (against 28 percent of entry-level attorneys) 
and seven percent of top-level personnel directors (against 21 percent of the 
lowest ranking personnel directors.) 4 
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In government and politics the picture is much the same. At the federal 
level, no woman has ever held the position of president or vice-president, and 
only one has been nominated to the presidential ticket of a major political 
party. On average, only one of thirteen cabinet positions has been held by a 
woman. In the legislative branch, women hold five percent of the seats in the 
House of Representatives and two percent of the Senate seats. The 
corresponding proportions in 1961 were four percent and two percent, 
indicating little increase in women's share of these positions over time. 5 
In the judicial branch, only one of the 104 Supreme Court Justice positions 
has gone to a woman. Women occupy eight percent of the positions on the U.S. 
Court of Appeals including one of the twelve chief justice positions of the 
circuit courts. 6 
At the state and local level, women hold three of fifty governorships 
and eleven percent of mayoral positions in communities over 30,000 in 
population. Women also hold about sixteen percent of state legislature 
seats. 7 Gains by women in elite positions at the state and local level have 
outpaced those at the federal level. 
In academia, women hold almost nine percent of the chief executive 
positions in four-year colleges and universities and just over nine percent of 
the executive positions in two-year colleges. 8 A 1983 survey of academic 
deans found that about twenty-two percent of those positions were held by 
women. 9 
The conclusion derived from these statistics is that women represent 
from two to ten percent of all individuals holding elite positions. 10 
However, these statistics do not shed light on the question of how women 
attained these elite positions or whether we can expect women's representation 
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to increase in the future. In fact, these statistics do not even answer the 
question of whether women are systematically excluded from such elite 
positions. To answer these questions empirically, we must first quantify the 
pool of eligible men and women for such elite positions, then examine whether 
men and women in the pool are equally likely to attain an elite position, and 
finally, examine whether women's representation in the elite pools has changed 
or is likely to change over time. 
Our premise is that women's share of elite positions can be tied to 
women's status in pools of individuals with specific requisite qualifications, 
including educational attainment or experience in a particular occupation, 
line of inheritance, or even demographic characteristics. This presumption 
was tested recently by Darcy, Welch and Clark (1987) for the case of state 
legislators in the midwest for the years 1972-1974. The authors hypothesized 
that there existed pools of electable potential candidates for seats in state 
legislatures and that entry into an eligibility pool was subject to 
educational and occupational status and participation in voluntary 
associations. They found that being a lawyer was an important predictor of 
legislative status for both upper and lower house seats. Voluntary 
association membership was the most important predictor of lower house 
membership, and education was important for predicting upper house membership. 
Women were underrepresented in these eligibility pools. Had women had the 
same distribution of occupational, educational or voluntary association status 
as men, the predicted proportion of legislative seats held by women would have 
been 23 percent in the upper houses and 29 percent in the lower houses rather 
than their actual representation of 6 and 10 percent respectively. These 
findings illustrate that equalizing credentials would substantially increase 
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women's representation in state legislatures, although men would still have a 
significant advantage in state elections. 
Our examination of the characteristics of individuals currently holding 
elite positions clearly indicates that certain occupational or educational 
credentials are potential ports of entry into elite positions. For example, 
of the 800 chief executives in the Forbes list, 91 percent had college degrees 
and 38 percent had advanced degrees. The two most common advanced degrees 
were M.B.A.'s (17 percent) and law degrees (7 percent). Of the 422 executives 
with college degrees but no advanced degree, 31 percent attended Ivy League 
schools with Yale, Harvard and Princeton being the most common. There is an 
apparent job experience requirement in order to qualify for an elite position. 
The median age was 58 with 87 percent older than 50. Over 80 percent had been 
with the firm over 10 years and 63 percent had been with the firm over 20 
years. 
The characteristics for corporate chief executives are similar to those 
of elites identified by Dye (1986): 59 percent of the men and 71 percent of 
the women had advanced degrees; 56 percent of the men and 60 percent of the 
women received degrees from prestigious universities. The average age for men 
in Dye's elite group was 60, while the average age for elite women was 56. 
Dye concluded that 40 percent of the corporate elites were lawyers or 
accountants and 61 percent of government elites were lawyers. Other 
occupations that appeared to be typical pools for elites were academia, 
banking, the military, the media, and finance. 
These attributes of current elites can be used to establish the source 
of the pool of potential candidates for elite positions. Because elites 
generally have long careers before entering the elite positions, the pool of 
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potential elites must be established relatively early in the workers' 
life-cycles. The pool will include an educational component and an 
occupational component since there is such a strong link between educational 
and occupational background and eventual elite status. 
Mere entry into an occupation or attainment of a degree is not assurance 
that an individual will still be in the elite pool 25 years later. Life-time 
commitment to the profession appears to be an additional requirement. For 
this reason, we call the pool of entrants into elite degrees or elite 
occupations an "immature pool." As a given cohort of new entrants ages and 
gains experience, it matures. A mature elite pool is one in which the members 
of a cohort have gained sufficient experience to qualify for immediate 
selection into an elite position. Members of the immature pool who do not 
commit full-time to the profession will fall out of the pool as it matures. 11 
These pools are not all inclusive. Among the 800 chief executives, in 
the Forbes group, for example, there are 76 who have no college degree at all. 
Some of these individuals inherited their positions through family ties. 
Several others founded the corporation for which they serve as chief 
executive. Still, a large proportion of those without college degrees worked 
their way up the ranks of an occupational elite pool. 
Data 
Based on the information on education characteristics of those holding 
elite positions, we examined several measures of women's status in immature 
elite pools. These included women's share of all bachelor's, Master's and 
Ph.D. degrees, women's share of these degrees from prestige universities, and 
women's share of law and M.B.A. degrees. Some of this information is 
available from the U.S. government publications Earned Degrees Conferred and 
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the Digest of Educational Statistics. However, for recent years, data on 
degrees earned at specific prestige universities were no longer available 
publicly, and so we obtained this information through personal correspondence. 
Data on occupational status by sex and age group were obtained from the 
detailed population characteristics of the U.S. Census of Population. We 
examined five potential occupational elite pools: managerial occupations, 
accountants, lawyers and judges, academics and the military. These 
occupations have been disproportionately tied to elite status in the private 
sector, in the government, and in higher education. We explain how these data 
were utilized below. 
Labor Force Participation 
Before investigating specific elite occupations, we first examine the 
more familiar data on overall labor force participation behavior of men and 
women over time. These data also serve as a useful benchmark against which we 
can compare the measures of women's status in elite pools. 
Women currently represent over 44 percent of the labor force. This does 
not imply that women would represent over 44 percent of incumbents in elite 
positions if no discrimination in access to such positions existed. The 
reason is that there are apparent age and job experience requirements for 
elite positions. However, if the path to elite positions is predicated upon 
credentials built over a work career, then increased labor force commitment 
over the life cycle is a key to increasing women's status in elite positions. 
In other words, we should find evidence of future gains in women's relative 
elite status when we observe an increase in life cycle labor supply for a 
cohort of women entering the labor market. 
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Such life-cycle data are not available. However, we were able to 
generate artificial life-cycle data from census data on labor force 
participants by computing the proportion of the labor force that was female 
for each age group and each census year. These ratios are reported in Table 
lA. The age groups were selected to make data comparable across Census years. 
The ratios show increasing relative female labor supply for each age group 
over time. However, the pattern over ages at any one point in time would not 
represent the true life-cycle profile of any given cohort since these ratios 
are taken over different cohorts. For this reason we created artificial 
life-cycle profiles by following the relative labor supply of a given market 
entry cohort over subsequent census years. The cohort aged 20-24 in 1930 is 
aged 30-34 in 1940, 35-44 in 1950, 45-54 in 1960, and 60-64 in 1970. At the 
time of their entry into the labor market, the artificial life cycles in Table 
lB show that women represented 32.8 percent of the 20-24 year old labor force 
in 1930. Ten years later, the women in the 1930 entry cohort represented 26.7 
percent of the 30-34 year old labor force. Thereafter, the women's proportion 
of the cohort labor force rose. 
[Tables lA and lB about here] 
Each female market entry cohort has a U-shaped path of relative labor 
force participation, with a clear drop at ages 30-34. This U-shaped path has 
persisted at least through the 1970 entry cohort. Each successive entry 
cohort has increased the proportion of women in the labor force relative to 
previous cohorts, but the smallest proportion is consistently in the 30-34 
year old age group. The decline in relative labor force participation for 
women in this age group is undoubtedly due to the disproportionate burden of 
childcare that is borne by women. Changes in the relative participation rate 
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between cohorts for the 30-34 year old age group can be taken as a proxy for 
changes in the proportion of women with lifetime commitments to the labor 
force. The evidence from Table lB suggests that women's lifetime labor force 
commitment began to increase with the 1950 entry cohort. 
Educational Elite Pools 
Table 2 contains the proportion of all prestige Bachelor's, Masters and 
Ph.D. degrees awarded to women. 12 For comparison, we include the 
corresponding proportions of all degrees awarded in the U.S. that were awarded 
to women. Several interesting facts are apparent. First, the proportion of 
prestige Ph.D. degrees awarded to women is similar to the proportion of all 
Ph.D. degrees awarded to women. In other words, women were not 
disproportionately relegated to less prestigious graduate institutions. On 
the other hand, the growth in the proportion of prestige bachelor's and 
Master's degrees awarded to women was slower than the overall relative growth 
in women's bachelor's and Master's degrees. This pattern reversed at the 
bachelor's level following the coeducation of the Ivy League schools in the 
late 60's and early 70's, but there was still a significant difference between 
women's share of the prestige Master's degrees and their share of all Master's 
degrees. This latter difference is probably due to the differences in the 
distribution of Master's degree programs in the prestige schools versus the 
nonprestige institutions. This explanation is reinforced below when we 
examine specific degree programs in prestige institutions. 
[Table 2 about here] 
Women's share of prestige degrees increased slowly until the 1970's. 
Between 1950 and 1970, women's share of prestige Ph.D. degrees increased only 
four percentage points and the proportion of prestige Master's Degrees 
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actually declined. Given this slow change, the changes since 1970 are quite 
dramatic. In ten years, women's share of prestige bachelor's degrees rose 55 
percent, their share of prestige Master's degrees rose 36 percent, and their 
share of prestige Ph.D's rose 84 percent. By 1980, women's share of prestige 
bachelor's degrees exceeded their share of all bachelor's degrees. However, 
women were underrepresented among prestige advanced degrees relative to their 
overall share of those degrees. 
Two elite degrees are most closely associated with entry into elite 
positions: law degrees and Master's degrees in business. Historically, 
women's share of law and M.B.A. degrees is much smaller than their share of 
graduate degrees in general. In 1980, women represented almost 50 percent of 
all Master's degrees, but their proportional representation of law and M.B.A. 
degrees was just over half that level. Women's share of prestige law and 
M.B.A. degrees is roughly the same as their share of all law and M.B.A. 
degrees over time, once again indicating that women were not 
disproportionately relegated to nonprestige institutions. 13 There was an 
explosion in the relative share of law and M.B.A. degrees awarded to women in 
the decade of the 70's, following the pattern of the more broadly defined 
academic degrees. 
Occupational Elite Pools 
While educational degrees are an entry into an elite pool, the pools 
also involve lifelong commitment to a profession. We identified five 
occupational pools which appear to be potential pools for elite positions: 
the military, managerial occupations, academics, lawyers and judges and 
accountants. These occupations have a strong tie to the educational pools, 
but they give added information on the extent of lifetime commitment to the 
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respective pools. We created artificial life-cycle profiles of the 
representation of women in these occupations, using data from the U.S. Census. 
The methodology is the same as that used to examine the overall labor force 
data. These occupational life-cycles are reported in Table 3. 
[Tables 3 A-E about here] 
The managerial life-cycles are reported in Table 3A. The managerial 
occupation is subject to the most change in definition over time, 14 although 
the definitions stabilized somewhat after 1950. For this reason, the 
artificial life-cycles must be interpreted with some caution. Still, the 
pattern of women's relative position in the managerial occupation is quite 
consistent with the pattern for the labor force as a whole and for the other 
elite occupations examined below. Except for the 30-34 age group, the 
proportion of women in management began to increase as early as 1930. 
However, the 1970 entry cohort was the first to register gains in the 30-34 
age group. The implication is that there will be no change in women's 
proportionate representation in the managerial elite pool until the 1970 job 
entry cohort matures. 
The accounting life-cycles are illustrated in Table 3B. The accounting 
occupation is defined consistently throughout the period except for the 1940 
census when bookkeepers, cashiers and ticket agents were included. Women's 
proportional representation among 30-34 year old accountants begins to 
increase with the 1960 entry cohort. 
Table 3C contains data on labor supply behavior in academics. The 
academic occupation included university and college presidents and professors. 
Beginning in 1970, instructors were added to the list. Relative to the 1930 
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entry cohort, the 1970 female entry cohort was the first to register an 
increase in the proportion of 30-34 year old academics. 
Life-cycle data for the legal profession is reported in Table 3D. The 
lawyers and judges occupational definition remained the same over the period. 
The proportion of women in the 20-24 year old age group has increased fairly 
steadily since 1930, but there was no change in the proportion of female 30-34 
year old lawyers and judges before the 1970 entry cohort. 
Data on military life-cycles are contained in Table 3E. Women were not 
reported as part of the military occupation until 1950, and the proportion of 
women in the 30-34 year old age group did not increase significantly until the 
1970 cohort had aged 10 years. There are likely to be further restrictions on 
women's progress in the military due to the requirement of combat experience 
for entry into some elite military positions. Moreover, promotion to higher 
ranks may take 15 to 20 years of continuous service in peace time. 
There are several consistent patterns observable in these occupational 
pools. First, women's share of positions in these elite occupations was well 
below their share of the overall labor force until the 1970 and 1980 cohorts 
entered the labor market. Second, even in the elite occupations, the 
life-cycle participation in the occupation is U-shaped until the 1970 cohort 
entered the market. In other words, even in occupations most associated with 
lifetime labor force commitment, women tended to reduce their relative labor 
force participation when they reached their early 30's. Finally, with the 
exception of the accounting pool, the 1970 entry cohort was the first to 
register substantial gains in women's share of the 30-34 year old elite pool 
jobs. Thus, while the period before 1960 was one of increases in overall 
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female labor force participation, these gains were not evident in the 
traditionally male occupations which form the elite pools until 1970. 
Mature Elite Pools 
The gains made by women in the 1970 entry cohort will not result in an 
immediate increase in women's elite status. If the probability that a woman 
in an elite pool is selected into an elite position does not change over time, 
there will not be a significant increase in the proportion of women in elite 
positions until the 1970 entry cohort matures. To make this argument 
explicit, we take the 30-34 year old proportionate representation as the 
measure of women's representation in the elite pool. Because the average age 
of elites ranges from 56 to 60, we assume that selection into the elite 
positions occurs when this pool ages an additional 25 years. This implies 
that the cohort would be aged 55-59 at the time they would occupy an elite 
position. The results are reported in Table 4. For the five occupations, the 
largest current pool for entry into elite positions is in academia where women 
represent, by our approximation, 15 percent of lifetime academics aged 55-59. 
For the other current pools for immediate entry into elite positions, the 
proportion of women range from 1.3 percent in the military and 3.3 percent in 
law to 10.2 percent and 11.8 percent respectively for the managerial and 
accounting occupations. At the bottom of Table 4, we report the related 
estimates of women's representation in the elite educational pools. These 
estimates were generated by assuming that selection into an elite position out 
of the pool of elite degrees occurs 25 years after receipt of the degree. The 
educational data is very consistent with the occupational data. The estimates 
indicate that women represent between 1.4 and 10.6 percent of the current 
educational pool for immediate entry into elite positions. 
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[Table 4 about here] 
It is interesting to compare these estimates for mature elite pools to 
our earlier information on women's representation in elite positions. Our 
estimate is that women represent between 10 and 15 percent of the academic 
elite pool (based on the Ph.D. and academics pools in 1985). Women's shares 
of elite academic positions include 8.8 percent of university presidencies and 
22 percent of deanships. Women represent between 2.5 and 2.8 percent of the 
law elite pool (based on law degree and women's shares of lawyer positions). 
Women's share of top-level attorney positions is 7 percent. Their share of 
federal congressional seats is just under 5 percent, their share of District 
Court positions is 8 percent and their share of gubernatorial positions is 6 
percent. Women's share of the business elite pool is somewhat more difficult 
to pin down, but it is between 1.4 percent (prestige M.B.A.) to 11.8 percent 
(accounting) with law (2.8 percent), all M.B.A. (3.5 percent) and management 
(10.2 percent) as other relevant indicators of proportional representation. 
Women hold less than one percent of the top corporate chief executive officer 
positions, 5 percent of director's chairs at major corporations, 5 percent of 
top-level accountant positions and 7 percent of top-level personnel 
directorships. 
The correlation between elite pools and elite positions is quite 
consistent. The data are consistent with the view that women's 
underrepresentation in elite positions is due more to their 
underrepresentation in mature elite pools than to differences in the 
likelihood that any given man or woman in an elite pool is selected for an 
elite position. This does not imply that the differences in elite status are 
caused by factors other than discrimination. Differences in access to elite 
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pools, whether due to socialization or to discrimination in educational 
opportunity, undoubtedly play a key role in explaining why women are 
underrepresented in the elite pools. Secondly, the apparent credentials for 
elite positions may be a result of discriminatory preferences toward men in 
the selection of elites. As women become more like men in their educational 
and occupational attainment, new elite selection criteria could be developed 
which continue to favor men over women. In other words, the requisite elite 
credentials may be chosen ex post to validate selection into elite positions 
rather than existing ex ante as credentials for entry into a well-defined 
elite pool. Finally, there is no way to determine what the nondiscriminatory 
female elite status would be. One could well argue that if women are 
underrepresented in an elite pool, then the women in that pool will represent 
a more select group. Therefore, a woman in the elite pool will have a higher 
probability of excelling than should a man in the pool. Still, our thesis 
simply requires that as women's mature elite pool status increases, their 
elite status also increases. 
[Figure 1 about here] 
If there are no changes in the requisite elite characteristics over 
time, and if there is no drastic change in the probability that a woman in an 
elite pool attains an elite position, then the estimates in Table 4 can be 
interpreted as a prediction of the future representation of women in elite 
positions. The time paths for five of these elite pools are shown in Figure 
1. The time paths are very consistent: there is little increase in the 
proportion of women available for immediate promotion into elite positions 
before 1995 and rapid increases thereafter. The reason is that the 1970 entry 
cohort was the first to demonstrate large and widespread increases in the 
16 
proportion of women in elite pools, but the 1970 entry cohort will not mature 
until the turn of the century. These estimates imply that there will not be a 
large increase in women's representation in elite positions until the first 
decade of the-twenty-first century. 15 
Conclusions and Comments 
This paper demonstrates that, relative to the population as a whole, 
incumbents in elite positions tend to be disproportionately well-educated. 
Many have advanced degrees, particularly in law or business. They are 
disproportionately graduates of prestige institutions. They are 
disproportionately from law, academia, accounting, finance and military 
backgrounds. These characteristics occur with such frequency that they take 
on the nature of requisite qualifications for elite status. Individuals with 
these qualifications form elite pools from which occur promotions into the 
elite positions. We have also demonstrated that across several definitions 
for elite pools in academia, private sector business, and the government, 
there is a strong correlation between women's share of membership in elite 
pools and their share of elite positions. This relationship can be used to 
forecast what will happen to women's elite status in the future. Our 
estimates indicate that, while some increase in female elite status may occur 
over the next ten years, the large increase in women's entry into elite pools 
which began in the 1970's will not result in a substantial increase in women's 
share of elite positions until the 1970 cohort comes of age in the early years 
of the next century. 
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NOTES 
1Forbes, June 15, 1987 pp. 145-147 and pp. 162-205. 
2Forbes and Piercy, p. 40. 
3Wall Street Journal, January 12, 1988, p.l. 
4Sieling, p.30. 
50rnstein, Mann and Malbin, p.36. 
6Data compiled from information obtained in Hough et al. 
7National Directory of Women Elected Officials, p.lO. 
80ttinger, p.l30. 
9Faulwell and Gordon. 
10These statistics are consistent with Dye's, (1986) conclusion that 
women held less than five percent of the leadership positions in the nation's 
top institutions. 
11This experience requirement was not tested by Darcy et al. Under our 
assumption, not all lawyers would be eligible for elite positions, only those 
who have been lawyers for the requisite number of years. 
12As discussed earlier in the text, Ivy League schools have produced a 
disproportionate share of the holders of elite positions. The schools we 
included as elite schools are listed in the footnote to Table 2. Our results 
were not overly sensitive to changes in the list of elite schools except at 
the bachelor's level where institutional segregation by sex was common. 
13It is possible that women applied in greater numbers to the prestige 
schools, but that they faced higher rejection rates relative to men in those 
schools. Cole's study of medical school applications, admissions, and 
entrance exams scores from 1929 to 1984 found no difference in the probability 
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of acceptance across sexes. The qualifications (measured by test scores) were 
also equal across sexes. In addition, the proportion of women in the appli-
cant pool did not differ greatly across schools. His findings suggest that 
few women were in medical schools because few applied, but that male and 
female applicants were treated equally. 
14This class was composed of "manufacturing managers and officials" in 
1930. In 1940, it expanded to "proprietors, managers, and officials" which 
included: railroad conductors, postmasters and miscellaneous government 
officials, other specified managers and officials, and proprietors, managers 
and officials in industry. In 1950 and 1960, the category included managers, 
officials and proprietors; officials and inspectors, state and local; other 
specified managers and officials; managers, officials and proprietors of 
industry (salaried and self-employed) were included. In 1970, the category of 
managers expanded to include buyers, purchasing agents, and sales managers; 
school administrators; specified managers and administrators, public adminis-
tration; other specified administrators, managers and administrators by 
industry (salaried and self-employed). In 1980, the category changed to 
"executive, administrative, and managerial occupations" which included: 
officials and administrators, public administration; administrators, education 
and related fields; managers of medicine and health; managers and administra-
tors (salaried and self-employed); and management related occupations. 
150ur methodology does not assume an absence of barriers to women's 
promotions, but rather that the barriers have not changed over time. If these 
entry barriers are reduced in the future, our forecasts will be overly 
conservative. 
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Table lA. Female labor force participation relative to the total labor force, by age-groups 
Year 20-24 25-29 30-34 35-44 45-54 55-59 60-64 65+ Total 
1930 .328 .246 .200 .180 .162 .145 .136 .121 .206 
1940 .352 .267 .267 .223 .186 .157 .157 .129 .237 
1950 .378 .282 .260 .277 .266 .230 .206 .172 .273 
1960 .387 .288 .283 .322 .342 .325 .297 .294 .322 
1970 .466 .341 .330 .360 .377 .373 .360 .357 .373 
1980 .472 .431 .411 .419 .411 .401 .395 .385 .423 
Table lB. Female labor force participation relative to the total labor force, by cohorts 
Entry 20-24 30-34 35-44 45-54 60-64 
Cohort 
1930 .328 .267 . 277 .342 .360 
1940 .352 .260 .322 .377 .401 
1950 .378 .283 .350 .411 
1960 .387 .330 .419 
1970 .466 .411 
1980 .472 
Source: U.S. Census of the Population: Detailed Population Characteristics, various years. 
Year 
1949/50 
1959/60 
1969/70 
1979/80 
1985/86 
Table 2. Proportion of all degrees conferred that were obtained by women by degree 
B.A./B.S. M.A./M.S. Ph.D. Law M.B.A. 
Total Prestige Total Prestige Total Prestige Total Prestige Total Prestige 
.240 .221 .292 .293 .097 .107 .029 .018 
.353 .286 .312 .309 .104 .106 .025 .026 .035 .014 
.417 .312 .397 .270 .133 .149 .054 .068 .036 .032 
.475 .485 .495 .367 .297 .274 .302 .292 .251 .277 
I .385 .360 .310 .298 
Sources: Earned Degrees Conferred, various years, and the Digest of Educational 
Statistics, 1987 Data on prestige school enrollments starting in 1979/1980 were compiled 
from personal correspondence with officials at Bryn Mawr, Columbia, Cornell, Dartmouth, 
Harvard, MIT, Mount Holyoke, Northwestern, Princeton, Smith, Stanford, Vassar, Wellesley, 
Yale, and the Universities of Chicago and Pennsylvania. We also included the University 
of California-Berkeley and the University of Michigan in our sample of prestige law and 
M.B.A. degrees. 
Table 3 
3A. Female labor force participation relative to total labor 
Entry 
Cohort 
1930 
1940 
1950 
1960 
1970 
1980 
force in management, by cohorts. 
20-24 30-34 
.090 .108 
.137 .119 
.175 .102 
.154 .119 
.220 .301 
.451 
Age 
35-44 
.134 
.131 
.142 
.274 
45-54 60-64 
.164 .194 
.176 .254 
.267 
3B. Female labor force participation relative to total labor force 
Entry 
Cohort 
1930 
1940 
1950 
1960 
1970 
1980 
in accounting by cohorts. 
20-24 30-34 
.152 .059 
.100 .117 
.274 .118 
.219 .197 
.327 .337 
.500 
Age 
35-44 
.144 
.167 
.254 
.350 
45-54 60-64 
.213 .258 
.302 .316 
.369 
Table 3 continued 
3C. Female labor force participation relative to total labor force 
Entry 
Cohort 
1930 
1940 
1950 
1960 
1970 
1980 
in academia by cohorts. 
20-24 30-34 
.465 .241 
.353 .154 
.341 .150 
.263 .224 
.389 .418 
.464 
Age 
35-44 
.218 
.180 
.243 
.335 
45-54 
.262 
.391 
.292 
60-64 
.316 
.277 
3D. Female labor force participation relative to total labor force 
Entry 
Cohort 
1930 
1940 
1950 
1960 
1970 
1980 
in law by cohorts. 
20-24 
.056 
.079 
.143 
.139 
.213 
.393 
30-34 
.029 
.033 
.028 
.027 
.151 
Age 
35-44 
.033 
.034 
.033 
.108 
45-54 60-64 
.037 .052 
.052 .063 
.073 
Table 3 continued 
3E. Female labor force participation relative to total labor force, 
Entry 
Cohort 
1930 
1940 
1950 
1960 
1970 
1980 
in the military by cohorts. 
20-24 30-34 
0 0 
0 .030 
.025 .013 
.015 .021 
.019 .056 
.104 
Age 
35-44 
.061 
.014 
.022 
.034 
45-54 
.043 
.054 
.078 
60-64 
.179 
.208 
Source: U.S. Census of the Population: Detailed Population 
Characteristics, various years. 
Table 4. The Estimated Proportion of Mature Elite Pool Positions Held by Women, 1955-2010 
Elite Pool I Year Elite Cohort Matures 
1955 1965 1975 1985 1995 2005 2010 
Managers I .033 .108 .119 .102 .119 .301 
I 
Accountants I .076 .059 .117 .118 .197 .337 
Academics I .328 .241 .154 .150 .224 .418 
Lawyers I .027 .029 .033 .028 .027 .151 
Military I 0 0 .030 .013 .021 .056 
All Ph.D. I .097 .104 .133 .297 
I 
Prestige Ph.D. I .107 .106 .149 .274 
All M.B.A. ! .035 .036 .251 .310 
~ 
Prestige M.B.A. I .018 .014 .032 .277 .298 I 
All Law I .025 .054 .302 .385 
Prestige Law I .029 .026 .068 .292 .360 
Source: For occupational elite pools, these figures were computed from Tables 3A-E as follows: The proportion 
female aged 30-34 are used as the estimate of the proportion female in the elite pool 25 years later. Thus, women 
in the 1930 entry managerial cohort represented 10.8 percent of the 30-34 year old managers in 1940 (see Table 3A) 
and 10.8 percent of the mature managerial elite pool position in 1965. Similarly, the proportion of women in the 
graduating class (reported in Table 2) became the proportion in the mature elite pool 25 years later. Hence, 
women represented 10.7 percent of prestige PhD recipients in 1949/50 and 10.7 percent of the mature PhD elite 
pool in 1975. 
FIGURE 1: 
Estimated Proportion of Mature Elite Pool Positions Held by Women, 
1955- 2010 
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